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" SUMMARY OF COMMENTS/SUGGESTIONS BY MAGS: .

Views of Thrce or More MAGs

Personnel manugemcnt lacks professionalism in the Agcncy, €Bey
standerds, guidelines and criteria. p .
* There is a need to establish panels or carcer services along Job or
functlonal lines. .

There should be a uysten that wlll generate assxgnmcnts across
organizational (1nclud1ng Dlrectorave) lines

" Betfer planning of employee mobility is needed; including
rotetional assigmments, transfers, familiarization experiences, ecte.

The vacancy notice system is not working very well.

Increased'emyloyee access to traiﬂing and educational opportunities
(internal and external) should be provided.

With respect to communications, employces need 1o Xnow better how the
personnel management system works. Informetion on career services,
ponels, criteria for promotion end evaluation, etc. should be
published,

A system for cvaluating supervisors on their rating ability should be
established. .

There is a nced for plenning and acting upon 1nd1v1dual develépment,
within and “bovg component level.

Seleeted V1crs by One or Two MAGs. o ' .

The home basc concept is a barrier to a Dlrectorate and Agency apprnach
to personnel managenent.

There is a neced for a more orderly system to identify and take action
on marginal employees, .

There is a need for the Deputy Directors to accept a more active role
in personnel management. . o .

v

There is a nced for a Supergrade Carcer Service.

CIARDS has become a threat to employees, with pressures toward forced
early retirement,

. ’5
. Approved

70019-0

2

R e TP ——



. Y

MAG Cozzent or Sugsestion

PLSG Comment or Suggestion

lecks professionslisn, €.8., stendexrds,

:ed for the Deputy Directors to sccept & more active role |

in perscrnel menzgezent.

Sme ‘Ic corcept is & berricr to Directorate or Agency
gy Lach to perscnnel renzgenent.

eed ’t = for more orderly identification and
sepfetion of rmergicsl ecployees.

sed better weys to use people exnd money &S resources are
curtailed. . i

eed for published criteris for promotions, rerking
evaluations, etc.

Te role of the Dircctor 6f Personnel epparently does not
involve nin in personrel managezent.

1iztrete provationary period followed by cercer stetus,

wpard nusber of upper slois for those who possess vital

Recormending Deputy Directors set Agency staxdards, chiectives,and
criterie. v . ; .. -

Recommending this role be pleced with the Deputy Directors.

Y

Recormending each Deputy Directoy, operate a system to identify
employces who renk high, low and in beiween - .
. . . ~F
Recommending Deputy Directors plen personrel management, eleng witl
operations end fiscel plens, . ’

‘Recozmerding Deputy Directors provide eveluation and proxzotion

eriterie. -
. RN

, . . . .
Recomzernding more vigorous elforis to early detect exd 'ten:inatq B
N

POOr Performers. R o . .

mon-supervisory skills, .
: .
ool )greup tiring es in CTP and hire sgelinst cpenings. . : ‘
) - - b
"
e’ N reeecteplish Clendestine Service concept to provide . . * ’ .
it de corps. :
. 3 .
-
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‘ < ¢ ' 3 . T ° ;} -
. : ' .
- ~ - - M Bl
. . B . LS - - )
- . . .
. : R .
- -~ * * . - - re i s M
* 1
- F . i - : -
..v' A .

Approved For Release 1999/09/24

: CIA-RDP82-00357R000800170019-0



.,JKG Conznent or Suggestion

Services leck unifornity in siructure.

Current Coreer

CQurrent Clareer Services leck uniform praciices,

Naed to csteblish panels or Carcer Sorvices along function
lires. . .

He- ‘)fcr & Supergrede Coareer Service.

Es ish ¢ne Career Service for eack Directorate.

.
feed for plans end crgenization for irdividuel developzent
within and ebove companent level.

rdivicdual is also responsible oxn
esis known

H

Tecd en gwareness thet
should zuke his inte

"

Develepment now concentretes on nonagzerisl level; needed et GS-
03 tc G3~10 range.

Current ecphesis on "cozers” only; rot breed enmcugh.

MOSTLITY )
Lcc.dI T opportunity to cozpete for serior Agency Jobs. .

Sved & systen to generate as ssignments across ov-""iza\.lc &l
{izeluding Directorate) lizes.
Zead

tect wployees when surplus or selection~

»
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3 Cernment or Sug:

Reconmending Directorate 'Career Services end Age
\ . .
Ditto .

Recommending option to be exercised by Deputy D

c*g::ade mechanis

Recommending Sup b
nt ple ‘:reuared Y De;uties.'

essignne:

PDP o pu. vlal answ
further plans nr.d o*-go...i ation.

This is recogaized in Ezrecy Servioe coneept

rOZTEM,
s

Peint recognized in PASG report.

Consldering Directorate-wide CL c*ic‘.- Corcer Serv

Recommending Directorete-level Career Services. -

Propesing thal Deputy Directors have this option.

irecters,

r, “Recormending Deputy I}irectors"develap..

Recorsiending inter-Direc uorn.te rot a.t on a..d &ssi g:...ent revic'.*

B
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Srtve s uog la

veed for testor plomning on mebilily, rotetionel assignment,”
Temilierizetion details, etc.

Venzency Notice systvems (or skills bexk) reeds Improvezent.

%now how the perscnrel systenm works.
e published Irnformalion on carecr services,

end Qfiice KHeads
cyees et 221 2

zeet periodically with
levels to describe personnel

Need to Incresce enployce sccese to by Mrl“g and edueationsl

e
opzeriunities (internel ond exiernel).

exployees will be gble

ice = 1o place some employees in scedexnic
siozal Jo‘:s cutside the Azency.

TOVeS

}l’ecc‘. to cvercome syndrexe that golng off to training r
ng f

<3
exployee from asglorment and othor considerations,

Need g better selection systen for assigaing supervisors ead
& progr

sz of treinirz.

X x
X
X
b'd X
X

PASG Comment or Sugge

Py .
ciidn .

Options left to Deputy Directors,

QOptions left to Depuly Directors. .

i " ' . )

Recozmending thaet each Deputy Director develop and publish st&“" £

{#lreedy required, per DCI instructionms.) . ’ 1

b

Rec o“-eqd ‘“e.- ing eriteria de delelopcd by es.ch Deputy Director.

Criteria to be developed by Deputj Directers.

BASG counsidering 1¢
in modified MOS system.’

.
2.,
- - N e
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Tector develop training criteria in his

Recomeending each Deputy Dis
Cereer Service,
3
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MAG Comzent or Sugzestion

PXSG Cozzent or Suggestion

CIARSS hac become a threat Implying exployees will be forced x
. into esrly retirement,

FITZSS RTPORTS . . . . f
Yeed to emphesize dcvelotmental end supervision counseling b (No sction teken by PASG; FR's previously the sudject of AMC
purpozes of the Fitness Report. actions.) . . .
N e = . .
Feed to eveluate supervicors cn thelr rating ebility Yo reduce X x x .o - T o ) - -
the rumbers of Iinflated reports, evc. . o : .
- A
Feed to include a2 plece for employce comments In the Fitness x ‘
Reports. ‘1. .
B a o L
Suggest renanlng of the Fitness Repori, e.g., Progress X £,
. : . - . ]
Report or Performence Regport, - N
Retings ere decelving.if used for ccmpetitive renkings. x e .
Require periodic “Reverse" Fiiness Reports on supervisors, x ] f - . e
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CAR)“L"R SERVICE RESPONSES TO PASG CAREER SERVICE QUESTIONNAIRE ¥
: : _[Relating to Their hcthod of Operatlon 5]

1. Have you formalizcd‘the personnel management objectives of
 your Carcer Service? If so, what are these objectives?
A Response: Nearly 60% of the Carcer Services have no formélly
declared personnel management objectives. :

. - 2. Do you render ean Annual Report, as Head of your Carecr Service,
" %0 your Deputy Director? o :

Response: No Career Service Head submits an overall annual report
to his Deputy Director. (Several Career Services contended that
_APP and PDP mect this purpose. The question, however, dld not
‘intend to surface reference to these programa.)

. 3. Briefly describe the organizatioral structure of your Careex

. Service. Do youu, for example, have panels which take cognizance over
people on a grade basis, a functional basis, etc.? .
Responses: All Career Services have boards and panels. Nost
boards and panels relate to exployee grade level; others mix
employee grade and function; occceslonally sub-panels are Tormed
to consider functional groups within a grade. With the exception

»  of the Medical Career Service, no Carecr Service has establishcd
pancls with cognizance over employees by occupational categorics
without regerd to grade.

¥, What is the ecriteria for membership on your Career Scrvice
Board and Panels end how often is mecmbershio rotated?-

. . ’
.

Response:  The large majority of the Carecer Services usc position

: 2'* end rank as the criteria for membership to boards or panels,
, ~ Rotation of membership is generally more active at the lower grade
levels.

|

5. Do you have published and disseminated criteria for employcc
tralnlng? Please submlt a copy of some.

Response: Slightly more than half of the Career Services claimecd
to have published training criterisa. Several have worked out kirds
of training applicable to different grade levels. A lesser number
submitted copies of what they determined to be criterie for
. employee training. Very few Career Serv1ce° actually disseminated
. -this information to their employees.

6. Does your Carecr Serv:ce sponsor full-time (120 days or more in
duration) external academic training? I so, please state number of
 cases and percdentage against total Career Service strength in each of
the last three fiscal yecars. ’
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